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CSG’s approach to performance management – appraisal training 
Appraisals is a form of performance management. Performance management according to Armstrong and Barron (1998) is a “means of getting better results from organisations, teams and individuals by understanding and managing performance within an agreed framework of planned goals, objectives and standards”. To understand CSG’s approach to performance management, I attended appraisal training for line managers which was delivered by the Principal. The training session involved a power point presentation where the objectives of the session was to focus on practical skills to enhance line managers ability to conduct a highly effective appraisal. Another objective was to focus on the four key skills associated with conducting an effective appraisal such as listening, questioning, giving feedback and setting objectives, and exploring emotional intelligence and how this can assist line managers when managing performance. The session also gave line managers the opportunity to work with other line managers on certain tasks such as “benefits of appraisals for individuals, management and the organisation”. The session also demonstrated how to use the new appraisal system “PEPI”. 
According to Bloom et al (2012) organisations are 23% more productive when they have targets and incentives in place. Appraisals aim to improve individual and collective performance, raise morale, reinforce control, identify development opportunities and communicate goals and expectations (Taylor, 2016).
The appraisal system adopted by CSG is conducted every two years with employees. The PEPI system involves the employee going into the system and selecting their line manager and their appraiser. The system allows the appraisee to complete a “looking back” section where it is an evaluation against previous targets. There is also an opportunity to discuss any aspects of the job description if needs be. There are also other sections that need to be completed which come under the headings “purpose, professionalism and passion”. Under these three pages, there are statements where the appraisee ranks themselves from 1 to 5 (5 being excellent and 1 being unsatisfactory). Once the appraisee has completed the self evaluation, this gets sent to their appraiser. The appraiser then reads the evaluation. The appraiser can question the appraisee’s ranking by highlighting and commenting on each statement saying whether they agree or disagree. Once the appraiser has made comments, this then gets sent back to the appraisee with a suggestion date to have the formal appraisal meeting. During the formal meeting, the appraiser should go through each section and explain their comments and why they agree/disagree with each statement. At the end of the meeting, both the appraiser and the appraisee should agree on 5/6 SMART targets for the next two years for the appraisee. 
The PEPI system provides a “compliance statistic” against each departmental area within the college. This is also a good indicator to show which areas are/are not complying with the college policy. Having this compliance statistic in place against each area has improved the number of appraisals being conducted.
As identified by Rowe (1986) there are problems of unfair bias with formal performance appraisals ranking systems. There is a tendency to give a good overall assessment on the basis that one particular aspect has been accomplished well. There is also a tendency to avoid giving low ratings, even when deserved, for fear of angering or upsetting a weak performer. There is also a tendency to give a poor overall assessment on the basis of particularly poor performance in one area and also there is a tendency to rate employee performance as “average” or “good” rather than to use the end points of rating scales. If appraisals are not done correctly, it can result in a negative experience. They are based on human assessment and are subject to errors and bias. It can also result in a stressful environment for the employee. To overcome issues regarding the appraisal system, CSG have effective training in place and regular evaluation of how appraisal interviewing is working in the organisation. Training is held regularly for new managers that are appointed for them to understand how the process works. 
In order to improve performance management at CSG, yearly appraisals should be conducted. Having yearly appraisals will improve individual and collective performance, raise morale, reinforce control, identify development opportunities quickly and communicate goals and expectations better. CSG should also make use of 360 degree feedback. This is where ratings are given not just by the next manager up in the organisational hierarchy, but also by peers and subordinates. This variety of feedback can offer line managers a wide-ranging perspective and help to make performance management a more objective and fair process (CIPD , 2018). This can be successful if feeding back is completed sensitively, used for development not evaluative purposes and if it is confidential. 
To conclude, CSG have a successful process in place where line managers are fully trained in performance appraisals. The new PEPI system provides a “compliance statistic” against each department so that top management can see what areas are complying/not complying with college policy. To improve the process, yearly appraisals should be conducted and 360 degree feedback should be considered. 
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